The performance of higher education institutions in the world has become an emergent issue. Asian countries tried to offer more autonomy to universities; consequently, universities moved toward scientific management and emphasized organizational performance and efficiency. Taiwan is no exception to this trend. Thus, studying the institutional organizational climate in higher education is critical for current higher education changes in Taiwan, and it is even more important to study organizational climate's effects on universities. This research developed a questionnaire to explore Taiwanese university faculty members' perceived institutional organizational climate and their satisfaction with teaching and research in the last five years. The findings of this research implicate that gender difference is an important factor to consider when university administration wants to enhance the internal organizational climate in Taiwan. Years of employment, university history, and research field all have different effects on faculty members' perceived organizational climate aspects. Implications for policy making and future researches are discussed in this research article.
Introduction
The performance of higher education institutions in the world has become an emergent issue. The world's university rankings pushed governments to emphasize their universities' outcomes and rankings (Marginson, 2006) . Governments in the world link the performance of their local higher education institutions with world reputation and rankings and believe this reputation and ranking can help enhance national competitiveness by cultivating local talents and attracting international faculty and students. The idea of linking university performance and national competiveness has significantly influenced recent higher education reform and policy making. Nation-states in the Asia Pacific region are no exception to this trend (Deem, Mok, & Lucas, 2008; Shin & Harman, 2009 ). Marginson (2006) further explained this phenomenon by distinguishing among competition between universities in terms of national and global spheres. At the local/national level, universities compete with each other for stronger students and research grants from local institutes or agencies. At the global level of higher education competition, a university's performance is measured by research outcomes (Marginson, 2006 ). Marginson's (2006) paper reminds us that competition among universities can occur differently at national and international levels. In this context, research publication numbers are seen as one key indicator for both international and local higher education competition spheres. However, every higher education system differentiates it institutions into various types in some way. University type and differences in resources influence their capacities to compete in terms of research performance. Therefore, it is important to consider a university's resources and types when conducting higher education research and to explore the causal factors influencing different types of university research to identify the hidden inequalities and challenges of higher education institutions.
Another important point to consider in this discussion is the importance of university performance. Governments care about the output of higher education institutions, but rarely think of ways to enhance university performance; researchers generally agree that university performance significantly depends on faculty members' research and teaching. In fact, the literature on educational administration has highlighted the importance of the organizational www.ccsenet.org/ibr International Business Research Vol. 8, No. 8; climate and its effects on teachers' behavior (Litwin & Stringer, 1966) . Relatively fewer studies explore this issue at the higher education level.
The contextual background of this research is the higher education system in Taiwan. Higher education in Taiwan has entered the phase of mass higher education conceptualized by Trow (1972) . The 159 higher education institutions in Taiwan included 124 universities, 21 colleges, and 14 junior colleges in 2014 (Ministry of Education in Taiwan, 2015) . Certain characteristics of higher education institutions will be included in the study design of this research to highlight distinctions between universities. These characteristics include private and national institutions, technology-focused institutions, and academic-focused institutions. During the last decade, Taiwan's government has sought to strengthen its higher education and, thus, implemented several special policies. A number of universities were selected by the Taiwanese government as research-focused universities and teaching-focused universities; therefore, this research recognizes these variables as important characteristics to consider in the research design.
The purposes of this research include the following:
1) To conceptualize the theoretical components of the organizational climate in higher education;
2) To develop a higher education organizational climate questionnaire;
3) To administer this questionnaire to 300 university faculty in Taiwan; 4) To analyze university faculty members' perceptions of the higher education organizational climate in Taiwan; 5) To explore the effects of higher education's organizational climate on faculty members' perceived satisfaction with research and teaching performance.
Literature Review

Organizational Climate in Higher Education
Studies of organizational behavior originate from the management field, which explores interactions between humans and the environment. For example, Owens and Valesky (2014) argued that organizational behavior originates from interactions between individual and environmental factors in the organization and can be represented by one formula: b=f(p*e). In this formula, b refers to human behavior, p refers to people in the organization, and e refers to environmental factors. In the context of higher education institutions, p can be used to refer to faculty, staff, students, and administrators; e to campus facilities, university regulations, teaching quality, library quality, atmosphere, building design, etc.; and b to performance or any behavioral perceptions of participants at universities.
Organizational climate is an important theoretical construct because it can help recognize the wellness of an organization and distinguish among types of organizations (Moran & Volkwein, 1988) . To measure organizational climate in one organization, investigators have to measure organization members' perceptions. In fact, studying organizational climate is highly valuable because it significantly relates to important outcome variables (Field & Abelson, 1982) . In many studies, it has been proved to positively relate to good behavior and high motivation (Litwin & Stringer, 1966) .
However, in the field of higher education, researchers have pointed out that organizational culture and climate are two similar, but distinctive concepts. Peterson, Cameron, Jones, Mets, and Ettington (1986) asserted that organizational culture and organizational climate are difficult to differentiate and refer to the entire combination of experiences in higher education institutions. This research defines organizational climate in higher education from the perspectives of management theories, where organizational culture refers to an organization's behavioral regulations, hypotheses, and beliefs. The organizational climate can be defined as organizational members' perceptions of regulations, hypotheses, and beliefs within the organization. Organizational culture includes cultural characteristics that are difficult to capture whereas organization climate is a set of psychological constructs to capture these cultural characteristics. Researchers argue that organizational climate not only conceptualizes cultures, but also measures the characteristics of the total environment in the school (Owens & Valesky, 2014) . Peterson et al. (1986) asserted that organizational climate in higher education is how faculty, administrators, and students perceive environmental factors of the university or college. Astin (1968) These two studies focused on institutional differences; however, there other studies have focused on gender and social economic status differences. Bronstein and Farnsworth (1998) compared university professors' perceptions on departmental organizational climate, focusing on gender. This research was based on gender inequality theory and used one research-oriented university as the sample. Most professors at this university felt a positive organizational environment, and female professors perceived different treatment and higher feelings of threat than male faculty. Female professors also perceived inequality in their hiring and promotion process.
Research Method
The research design, definition of terms, and samples will be described in this section.
Research Design
The author of this research developed a questionnaire that includes three main sections to explore Taiwanese university faculty members' perceived organizational climate and their self-evaluated performance satisfaction. The questionnaire includes three sections: background variables, organizational climate aspects, and performance satisfaction. This research aimed to determine how current Taiwanese university faculty members view their university's research resources, teaching resources, research collaboration, organizational justice, internationalization, and learning innovation as well as their satisfaction with their teaching and research performance. The background variables in the questionnaire helped determine the respondent samples' background information, and the author applied t-test and ANOVA to examine the differences of organizational climate and performance satisfaction perceptions based on the background variables. Figure 1 depicts the conceptual diagram of the research design. 
Definition of Terms
Background Variables
In this research, background variables are included in the questionnaire based on literature reviews that are seen as potential influential factors of organizational climate aspects and performance satisfaction. These variables include gender, years of employment, research field, university type, university history, and policy intervention. The policy intervention variable was used to ask participants if their university received a teaching excellence fund and research excellence fund from the Taiwanese government. The teaching excellence fund is a policy first implemented by the Taiwanese government in 2005. This competition-based fund project offers awarded universities Ministry of Education (MOE) funds to help pursue teaching excellence. The research excellence fund is similarly a competition-based fund project in which the MOE helps awarded institutions pursue research excellence and international research benchmarks.
Institutional Organizational Climate
In this research, the institutional organizational climate, defined as university faculty's perceptions of their university's climate, were demonstrated via six aspects: research resources, teaching resources, research collaboration, organizational justice, internationalization, and learning innovation.
a. Research resources:
This aspect measures how university faculty members perceive their university's positive climate in terms of teachers' application for research funds, the hiring of research assistants, students' participation in teachers' research projects, colleagues' motivation to conduct research, and the university's internal support for scientific research.
b. Teaching resources:
This aspect measures how university faculty members perceive their university's positive climate in terms of the university's emphasis on teaching performance, the hiring of teaching assistants, application of teaching This aspect measures how university faculty members perceive their university's positive climate in terms of colleagues' cooperative motivation to work on research projects together as well as their willingness to do joint research projects, share research resources with one another, share the experience of research article publication, regularly meet together and discuss research experiences, partake in others' research works, and co-author publishing articles.
d. Organizational justice:
This aspect measures how university faculty members perceive their university's positive climate in terms of teacher salary fairness, promotion system fairness, reward system fairness, resource allocation system fairness, teaching load allocation fairness, and research performance evaluation fairness.
e. Internationalization:
This aspect measures how university faculty members perceive their university's positive climate in terms of the university's encouragement to publish international journal or book articles and participate in international conferences or seminars; the university's efforts to internationalize the administration; admit international students and hire international academic talents, and host international events; and the university's encouragement to teach in foreign languages.
f. Learning innovation:
This aspect measures how university faculty members perceive their university's positive climate in terms of teachers' willingness to learn new knowledge, try innovative teaching, strive for innovative research, use innovative teaching and research methods, and express new knowledge as well as the university's effort to creating new service modes and reward innovative actions.
The questionnaire applied a Likert scale to measure faculty members' perceived institutional organizational climate. When answering each item of the institutional organizational climate section, participants rated the item from 1 (strongly disagree) to 5 (strongly agree) based on their own experiences. A higher average score meant they had a more positive feeling about the item's description.
Performance Satisfaction
The performance satisfaction variable in this research is listed in the questionnaire to ask about participants' satisfaction with their teaching and research performance at the university during the preceding five years. The questionnaire applied a Likert scale to measure faculty members' perceived performance satisfaction. They rated each item from 1 (strongly disagree) to 5 (strongly agree) based on their own experiences. A higher average score meant they had a higher level of satisfaction with the item's description.
Samples
This research administered approximately 600 questionnaires to university faculty members distributing equally among national and private universities in Taiwan. In Taiwan, every city or county has at least one national and one private university; therefore, this research administered questionnaires to university faculty members employed at one national and one private university of each city or county. At each university, we administered five questionnaires to professors and five questionnaires to associate and assistant professors in different colleges or schools. Thus, the samples could reflect different research fields and different regions. Table 1 provides a frequency analysis of background variables of returned questionnaires. The total number of valid returned samples was 297. As this table demonstrates, the percentage of different background variables is equivalently distributed. The only problem is that fewer than 10 valid samples were returned from the national university of technology and private university of technology; thus, these questionnaires were not included in the ANOVA analysis when we examined the perception differences between university types. Table 2 summarizes the results of the descriptive analysis of faculty members' perceived aspects of the institutional organizational climate. Faculty members perceived a higher level of research resources and internationalization but relatively lower levels of research collaboration and organizational justice, although they generally felt positively about the institutional organizational climate at Taiwanese universities. Table 3 summarizes the results of the descriptive analysis of faculty members' perceived aspects of teaching and research performance satisfaction. Faculty members indicated higher satisfaction with their teaching performance, but relatively lower satisfaction with their research performance, although they generally felt satisfied with their teaching and research performance from the last five years. Note. *p < .05; **p < .01; ***p < .001. Table 6 summarizes the results of the ANOVA analysis comparing faculty members' perceptions of the institutional organizational climate based on years of employment at the university. The F values show significant mean differences for research resources, organizational justice, internationalization, learning innovation, and research satisfaction. The author conducted a post-hoc comparison between groups, which found that faculty members employed fewer than 5 years perceived significantly higher research resources than those employed 6 to 10 years. Faculty members employed for more than 16 years also perceived significantly more research resources than those employed 6 to 10 years. Another finding is the difference in perception in terms of research satisfaction: Faculty members employed for more than 16 years perceived significantly higher research satisfaction than those employed fewer than 5 years or for 6 to 10 years. Note. *p < .05; **p < .01; ***p < .001. Table 7 summarizes the results of the ANOVA analysis comparing faculty members' perceived institutional organizational climate based on their research fields. The F values showed significant mean differences for research resources, teaching resources, research collaboration, and research satisfaction. The author further conducted a post-hoc comparison between groups, finding that faculty members in the humanities and arts fields perceived significantly lower research collaboration than those in education, natural and life science, and engineering. Faculty members in the social sciences and management fields also perceived significantly less research collaboration than those in engineering. Note. *p < .05; **p < .01; ***p < .001. Table 8 summarized the results of the ANOVA analysis comparing faculty members' perceived institutional organizational climate based on their different university history. The F values showed no significant differences for most aspects of faculty members' perceived institutional organizational climate. The only significant mean difference was for internationalization. The post-hoc analysis showed that faculty members who worked at universities with more than 36 years of history perceived significantly higher internationalization than those at universities with fewer than 15 years of history.
Research Findings
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International Business Research Vol. 8, No. 8; 2015 Note. *p < .05; **p < .01; ***p < .001. Note. *p < .05; **p < .01; ***p < .001. Table 10 summarizes the results of the t-test analysis of the institutional organizational climate perceived by faculty members based on whether their institutions received the Building World-Class University Fund. Faculty members who worked at recipient universities perceived significantly higher research resources, research collaboration, internationalization, learning innovation, and research satisfaction than those at non-recipient universities. Note. *p < .05; **p < .01; ***p < .001. Table 11 summarizes the results of the stepwise regression of predicting the dependent variable of teaching performance satisfaction. Three regression results are displayed in this table. The author entered all institutional organizational climate variables perceived by all samples into the regression model to predict their teaching performance satisfaction. In the first model, all samples were included, and research resources were the significant predictor of their teaching performance satisfaction. The second model analyzed data from samples working at universities that received Building Teaching Excellence at University Fund, and research resources were the significant predictor. For samples working at universities that received Building World-Class University Fund, internationalization was the significant predictor in the model predicting faculty members' teaching performance satisfaction. Table 12 summarizes the results of the stepwise regression for predicting research performance satisfaction. Three regression results are displayed in this table. The author entered all institutional organizational climate aspects into the regression model to predict their research performance satisfaction. In the first model, all samples were included, and organizational justice aspect was the significant predictor of their research performance satisfaction. The second model included samples working at universities that received Building Teaching Excellence at University Fund; research collaboration was the significant predictor of research performance satisfaction. For samples working at universities that received the Building World-Class University Fund, internationalization was the significant predictor predicting faculty members' research performance satisfaction. 
Conclusion
Organizational climate is an important indicator of an organization's positive development. In the past, higher education institutions in Taiwan have been highly regulated by the central government and have had less autonomy for changing their internal organizational structures; thus, organizational climate has not been an important issue. However, when globalization strongly influenced higher education in Asia, the Asian countries tried to offer more autonomy to universities; consequently, universities moved toward scientific management and emphasized organizational performance and efficiency. Taiwan is no exception to this trend. The Taiwanese government implemented several competition-based funding programs to encourage higher education institutions to become self-regulated and more competitive in the global higher education field. The relevant policies for pursuing teaching excellence and research outcomes are part of this reform. Thus, studying the institutional organizational climate in higher education is critical for current higher education changes in Taiwan, and it is even more important to study organizational climate's effects on universities.
This research developed a questionnaire to explore Taiwanese university faculty members' perceived institutional organizational climate and their satisfaction with teaching and research in the last five years. This research found that Taiwanese faculty members generally perceived a positive institutional organizational climate in all aspects as well as a relatively higher level of research resources and internationalization but relatively lower levels of research collaboration and organizational justice. Taiwanese faculty members perceive higher satisfaction with their teaching performance in the last five years but lower satisfaction with their research performance. Male faculty members in Taiwan perceive significantly higher climate aspects of research resources, research collaboration, organizational justice, and teaching and research satisfaction. Taiwanese faculty members at national universities tend to perceive a higher level of teaching resources and research satisfaction. Newly hired and veteran faculty members tend to perceive more research resources, while those in their mid-level career tend to perceive fewer research resources. Taiwanese faculty members in humanities and arts tend to perceive less research collaboration than those in education, natural and life sciences, and engineering. Taiwanese faculty members at universities with a longer history tend to perceive a greater climate of internationalization. In terms of policy effects on institutional organizational climate in Taiwan, faculty members at recipients of the Building Teaching Excellence at University Fund tend to perceive more teaching resources. Meanwhile, faculty members at recipients of the Building World-Class University Fund tend to perceive more research resources, research collaboration, internationalization, learning innovation, and research satisfaction.
The findings of this research implicate that gender difference is an important factor to consider when university administration wants to enhance the internal organizational climate in Taiwan. Female faculty members perceived less research resources, research collaboration, organizational justice, and teaching and research satisfaction. This finding suggests that Taiwan's government and higher education institutions can start with balancing the gender difference in these climate factors through encouragement or actual intervention. Years of employment, university history, and research field all have different effects on faculty members' perceived organizational climate aspects. Universities that received the Building World-Class University Fund tend to perform better on numerous aspects in the organizational climate, indicating that these universities are better-performing organizations in Taiwan regardless of the policy effects or that they were already excellent universities before the fund and after the fund became excellent institutions. Thus, the Taiwanese government can consider the next step of policy intervention to equally enhance organizational climate of all universities or to strengthen a few institutions to make them top universities in the world's rankings.
